Abstract-The objective of this research is to develop a blended training model by applying the knowledge management and action learning principles, to further develop the training program design competencies of personnel development staff in government sectors. The research method was divided into three phases. The first phase was to study the research papers, and literature under the context of blended training, knowledge management, action learning and competency in training design. The second phase was to explore the situation problems and needs of personnel development staff in regards to the design of training programs. The third phase was to design the blended training programs by using the knowledge management principles and action learning to improve the training program design competency. The research findings show the challenges caused by inadequate knowledge in blended training, knowledge management, action learning as well as insufficient time allocated by the management team and personnel development staff towards the subject. Even though development practitioners today use various technologies in learning and managing knowledge at a high level, there still remains a need for the creation of a community of practice, and the appraisal and recognition of successful practitioners, together with a knowledge map that is easy to search and utilize. Those can be applied in training model development.
I. INTRODUCTION
The Civil Service Act, B. E. 2551 [1] has stipulated that the government sectors need to transform the working approach and apply core competencies and integrity to their working style. The Act recognizes the importance of having effective government officers and management system development; therefore the personnel development staffs must have professional-level training. Firstly, they must be capable of creating good training programs. Competency can be defined as a group of knowledge, skills and attributes that are correlated with positive results in a particular work position; it can be compared to a well-accepted standard and can be developed through training programs [2] .
However, most of the training programs still use traditional techniques, which cannot show clearly how much better the trainees can improve their competencies as desired, nor how well they can apply what they have learned to their jobs. The current training programs still do not adequately promote learning from job experience, and do not place enough value on that type of experience. The studies and related research demonstrates that experience and opinion exchanges lead to learning and problem-solving co-operation along the knowledge management process. For that reason, the development of an efficient training model is urgently needed.
Today, new technologies have become a part of daily life and can be deployed in training programs. We have witnessed the e-Learning platform, questions posted on web boards or via email as well as learning management systems used by learners to follow up on lectures. Both in-classroom and electronic learning types give different benefits to learners. Therefore, we should consider only the benefits of designing blended training programs. Blended learning is an integration of evolving technological advancements. The combination of online learning with the interaction and participation offered in the best of traditional learning are the key strategy in learning and creating better learning [3] . The blended training pattern should consist of trainees, contents, technologies, and infrastructure. The learning types should be both face-to-face and e-Learning, both synchronous and asynchronous [4] .
In the era of knowledge-based society, the learning mechanism in 21st century has changed; 30% of knowledge is from training; whereas 70% is from work experience and exchanging experiences. The United States Department of Labor shows similar figures: 30% of knowledge is gained from systematic learning from training and education, and the other 70% from work experience. Knowledge is held by each person, and people cannot communicate all of the knowledge that they have; therefore, it is important to design the knowledge management process to bring out the tacit knowledge held by each worker to maximize the transfer of this knowledge. It can be in the form of activities led by the community of practice, with communication and technology designed to search, build, store, share, and use the knowledge and priceless experience to maximize the benefits to the corporation [5] . The information must be stored electronically and always available in such a knowledge base so everyone in the corporation can make use of it. This "always available" knowledge base approach is a useful tool. It can transfer expert knowledge immediately, and accumulate more expert knowledge. The knowledge is generated from the well-trained staff in the organization. Pattama Chandavimol, Onjaree Natakuatoong, and Pornsook Tantrarungroj one expert to another, it will be updated continuously and becomes a valuable knowledge development. The training design requires that the practices be adjusted to the changes in the organization. The training designers must always be capable of managing and being flexible to those changes [6] . The action learning can be developed from experience and knowledge, together with the individual skills and group skills, which are applied to audit difficult tasks or to solve the organization's specific problems. In addition, web-based learning or e-learning might be useful tools to facilitate action learning in teams and to compensate for the lack of factual learning. Good e-learning is very useful for factual learning [7] . "Reference [8] utilizes action learning as a way to build up the knowledge management system using four approaches: 1) Knowledge source -the action learning should realize the organization's resources, the facilities available to it for exchanging and sharing the framework. 2) Knowledge creation -personnel should find new solutions to solve old problems and replace obsolete knowledge. The members should create new knowledge and promote innovation in the group. "Reference [9] suggests that information creation is a basic requirement for an organization to be able to continuously renew itself. Knowledge creation leads to the formation of a self-organizing group." 3) Knowledge storage -the organization should classify the information to be stored, develop a categorization system, and maintain the knowledge value through continuous learning interaction and reflection on what one has learned. 4) Knowledge transfer and utilization -the group members should identify and store the knowledge that they need to turn themselves into experts. The learning group will define the approach with which the members can transfer the knowledge and wisdom gained from the activity of solving problems to the rest of their society." The next important step is to integrate the key elements of training, action learning, experience and practices together, to facilitate the learning process. The experts then need to design the contents to be flexible and easy to access, in a learner-centric approach; the most popular method is via web site [10] . The learners can improve to their highest level of capability when the personnel development staff is highly competent in designing the trainings, bringing the right technologies together to design and manage the blended training.
It is clearly seen that by bringing knowledge management and action learning into the training process, the trainees can gain new knowledge, develop skills from knowledge and experience sharing with other trainees and the teaching experts, and can apply them to work effectively. Researchers will bring this approach of knowledge management combined with action learning to blend into the traditional classroom and e-learning techniques. Meeting the online experts can render the maximum benefits of their experience, learning and blended training to learners.
Seeing that the personnel development staff plays a key role in developing new initiatives, the researchers then creates a blended training model by using knowledge management and action learning to develop the personnel development staff.
II. THE PURPOSE OF THE RESEARCH
The objectives of this research are: 1) To study the papers, research and literature in the context of blended training, knowledge management, action learning and competency in training design. 2) To study the situation and problems faced by personnel development staff in regards to the design of blended training, by applying questionnaires to survey about blended training, knowledge management and action learning principles. 3) To propose the blended training model by using the knowledge management and action learning principles to develop the training program design competencies.
III. RESEARCH METHODOLOGY
There are three phases of this study: Phase 1 Study the papers, research and literature under the context of blended training, knowledge management, action learning and competency in training design.
Phase 2 Explore the situation, problems, and needs of personnel development staff in regards to the design of blended training, by applying the knowledge management and action learning principles.
Phase 3 Design the blended training programs w the knowledge management principles and action learning to improve the training program design competency.
A. Population and Sample Size
The population in this research is the personnel development staff in government units, responsible for training design, management, and project development. The population will be limited to those having more than two years of experience in a training job in these government units.
The exact number of sample size is uncertain since the government has not collected statistics about its development staff based on these criteria. Rather the group as a whole is simply classified as Human Development staff. For that reason, the researcher applies the sample size from uncertain population model of [11] at 95% confidence result (0.05 level). From the reference table, the sample size shall be 400 persons.
B. Tools and Developing Tools in the Survey
The researcher has developed a questionnaire as a survey tool. The tool development process is as follows: 1) Study the papers, research and literature under the context of blended training, knowledge management, action learning and competency in training design, and apply them as a framework for tool development. 2) Study and synthesize the contents of blended training by applying the questionnaires used to survey knowledge management and action learning principles, and put together the checklist and open-ended questions regarding the past theory and research. 3) Bring the questionnaire which is designed to study the situation problems and needs of personnel development staff in regards to the design of blended training to the advisory professor to check the properness and completeness. 4) Check the content validity by one training expert, one knowledge management expert and one action learning expert. Bring the comments to improve the questionnaire. 5) Check the reliability and understanding of the survey tool by testing the questions with 30 responders who have a similar profile as the targeted survey population. 6) Improve the questionnaire by applying knowledge management, action learning, testing follow up and re-applying to the survey. 7) The researcher took 45 days to gather the data. 8) The researcher followed up with the responders from the sampling group and collected 261 completed questionnaires by herself, which represented 65.25% of the sample set. 9) The researcher analyzed the data to explain the situation and problems of the blended training programs by using the knowledge management and action learning principles.
C. Findings
The key findings from the sampling government unit group follow. 93.9% of the staff has access to learning technology, 91.2% have experience in action learning, 90.4% have a knowledge management plan, and 89.3% have a training program which is designed to use flexible and blended training.
Only 28.3% had the training objectives shared with them before the training sessions. 30% admitted that they selected the problems in the organization to be the training topics. 22.5% implement the post-training evaluation for further training development. 25.6% said that the most popular access tool to training provided by the organization is email. 13.5% have advisory discussions with experts on particular topics to improve their knowledge. 24.6% agree that the group of experts in a successful organization exchange opinions. 49.1% were in consensus that the most convenient tool for employees in the organization to search for knowledge is a knowledge-based platform.
The sample group shared the opinion that the major problem is the lack of education among the management team and personnel development staff in the area of knowledge management, action learning and blended training strategies. Many of the trainees do not know how to use modern technologies and do not have sufficient time allocated for training and development.
The personnel development staff does not see, nor accept new methods and technology for knowledge management and action learning.
The communication channels are not enough. The communication activities through the existing channels, i.e. web site, intranet, brochure and venue, are not sufficient.
D. Suggestions
Encourage the personnel development staff to learn more. The staff should study the principles and techniques of efficient training; and be capable of applying the knowledge to real practices. The staff should divide the whole process into steps, documenting it in the form of an operational manual of blended training, knowledge development and action learning.
Educate the learners of knowledge management and action learning via electronic communication channels.
IV. RESEARCH RESULTS
From the key research findings in both phases, the researcher had synthesized the components and the stages of a blended training model with knowledge management and action learning principles to develop training program design competency (see Fig. 1) .
The model consisted of seven components: 1) Personnel -including lecturers, learners, facilitators who are responsible for coordinating, stimulating, creating the atmosphere, and helping with communication. 2) Community of Practice -5-8 attendees in each group.
They may come from the same working units or share common interests in particular subjects. They may join the group voluntarily or by assignment; to solve some problems. 3) Content -online/offline content. 4) Problems -They should be real problems that their organization is facing that need solutions.
5) Information technology -This includes:
 The Learning management system, serving as a management center, utilizing Internet tools to collaborate with lecturers-learners, learners-learners and learners-knowledge database.  Interactive communications including email, web boards, chat, discussion boards and web blogs should also be provided.  The knowledge management system, which refers to a full range of Internet, intranet, knowledge storage, e-learning course, e-book, knowledge map, and electronic document tools, as well as discussions with experts. 6) Measurement -which includes:
 Evaluation of projects before and after the training by the expert.  Evaluation of training design competency before between and after the blended training.  The assessment of activity participation such as the timely submission of assignments, frequency of online class participation, frequency in noting down knowledge gained in a personal blog and group blog, as well as the frequency of expressing opinions and participating in online debate. 7) Rewards and recognition. These will be good stimuli, drivers and enhancements for a training project to achieve the objectives and encourage participation. The three phases, with eight stages in six weeks of the blended training model are:
Phase1 in the First week: Introduction to blended training. In this period, the lecturers inform the learners about the objectives of the training, scope of the content, results expected, and duration of the training. The lecturer will Stage 1 covers the preparation of the personnel development staff. This period is used to explain the activity objectives, procedures, project assessment, technology application and demonstration, knowledge management method, and to evaluate the competency of the learners before the training.
Stage 2 covers the identification of problem points, knowledge desired, set up of the community of practice's group (each group has 5-8 members), problem analysis among the group, and record the problems in a blog.
Stage 3 is when the knowledge experience and opinions about the problems are exchanged. Learners can propose the solutions to problems and record them in a blog.
Phase 2 is the second week to the fifth week: the proposal of contents and problems.
Stage 4 is the knowledge acquisition stage. This involves the ways that the learners can search for new information by accessing online courses, searching the Internet, exchanging information learned, brainstorming, discussing with experts, and then recording this information in a blog.
Stage 5 is to build up a knowledge base. This happens when the learners discuss how to finalize the problem solutions, synthesize all recommendations, improve the project, record this information, sharing the solutions with other groups, and listening to other groups' opinions.
Stage 6 is designed to bring the project to work. It is the trial in a real work environment. The learners record their findings, exchange opinions, assess, recommend, and summarize the new knowledge that they have learned in their own blogs. They also improve on the training from the action learning.
Stage 7 is to store their own and their group's knowledge. The researcher will recommend an online method to do this. The learners can retrieve such knowledge, and search for new knowledge from other groups' records.
Phase 3 is the last week: the sixth week: Summary. Stage 8 is the final process, when the trainees propose the paper to the Committee. The researcher summarizes the project assessment, program participation, appraisal and rewarding activity, promotes the paper, and assesses the training design competency after the training.
V. CONCLUSION
A trial blended training model should be implemented in some courses, to elaborate the importance and promote other channels of learning such as the use of web sites.
In planning a training course, the staff should give key consideration to the target audience then create the appropriate content and training process as well as provide a proper case study to meet the audience's profile. She has extensive knowledge of computer applications, website and multimedia design, and system analysis. Her research interests are teaching and learning style, multimedia integration, and instructional strategy which include the development and improvement of various multimedia production systems in both face-to-face and online learning environments.
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